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ABSTRACT 

A survey of attitudes and opinions he .id by various indus tri al com-

panies was conducted to determine; (1) employment opportunities, and 

(2) possible starting salaries for retired officers holding Master's 

degrees in ~anagement from the Naval Postgraduate School. A question-

naire was mailed to selected members of the business community and local 

government cgencies throughout the count~'· • 
Results showed that over 61% had not heard of the Naval Postgraduate 

School progt·am. There was a prefer-ence for recently graduated civiliars 

over reti rec~ officers, a 1 though 84% emp 1 o:ted retired officers. Forty­

two per cen1 showed expected pay ranges f rom $12,000 to $15,000; twenty­

five per cent showed pay range from $15,000 to $20,000. The majority 

indicated that a graduate degree would enhance starting salaries from 

$1,000 to $5,000 annually. Approximately 60% would welcome the receipt 

of resumes from retired officers. 

The report gives a summary of the data and recommends the direction 

of future research. 
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I. INTRODUCTION 

A. PURPOSE OF STUDY 

Since the end of VJorld War II, the United States has experienced ir. ­

dustrial and economic growth unparalled i 11 the history of mankind. 

American business know-how has created va3t industrial empires which sran 

the globe. This growth and expansion has been brought about by bold ar.d 

aggressive management. Years ago vJhen corporations were smaller they 

were normally run either by one man or a small group of men. The size and 

complexity of today•s business environment makes it much more difficult 

for a one m1n operation to succeed. There is now need for the managene nt 

specialist; the financial analyst, the systems analyst, the operations re­

searcher, the production specialist, and the labor relations specialist .. 

Concurrent I'Ji th the development of a 11 these various specialties has ccme 

the advance and growth of educational institutions, and more specifically, 

the graduate schools of business administration. The recent decade has 

seen tremendous expansion in these schools; all in response to the growing 

need for graduates in the business world. Indeed, the degree of speciali­

zation now observed in modern business would be more difficult without 

advanced education and training. 

The requirement for advanced education and training has not been con­

fined to the private sector of the economy and is apparent in the pub 1·; c 

sector as well. The military services have r-esponded by sending many 

officers for graduate education in business techniques and management. 

The military profession is unlike others in many ways, but one point 

of great divergence is in the 'relatively young age at which the average 

4 





officer terminates his military career. In the age range of 45 to 50, 

when the average business man is approaching the apex of his career, the 

military officer is nearing the end of hi s. In the Navy an officer ty~i­

cally receives graduate education in management after having risen to a 

managerial position but still with remaining years in the service. 

The average officer student at the Naval Postgraduate School in thf 

management curriculum is 33 years of age, holds the rank of Lieutenant 

Commander ard will serve approximately te1 to twelve more years on active 

duty before retiring. An officer receive :; graduate management educa tic n 

primarily to improve his capabiliti es while he ~sin the servi.ce; hmve\'er, 

just as his experience during his career contributes toward his capabili­

ties for work after reti rement, additional management education might ~lso 

be expected to contribute. Each officer is greatly interested in his em­

P 1 oyab i 1 i ty and earning potentia 1 , and questions the va 1 ue of managemer1t 

education's contribution toward it. 

A retiring officer has amassed considerable management experience in 

his twenty plus years of service. His ca reer specialty may be in engi­

neering, su~1p ly, construction, medical/dental, aviation, general line, 

and others. Despite the fact that these speci alty areas differ greatly, 

all involve management in varying degrees. He has been exposed to some 

of the most advanced management techniques known to man. He enters the 

job market at the approximate age of 45 in competition with others of his 

general age and education, but the comparison stops there. Although the 

retired military officer has had years of management experience, the po­

tential employer frequently views him as having operated in a "military 

vacuum," where his military experience is not relevant to the job he is 

to fill. Un able to compete in specific civilian management experience) 

the retiring 'officer must fall back on the universally accepted 
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qualification of advanced education. Thus, the officer who is contem­

plating post-retirement employment must consider the marketability of llis 

education; more specifically, the commercial value of his Master of 

Science degree. 

The objectives of this study are: (l) To provide a measure of atti­

tudes and opinions held by various membel'S of the business community rt~­

garding graduates of the management curriculum of the Naval Postgradua t e 

Schoo 1 , and ( 2) To determine the commercia 1 value of the l~as ter of 

Science degree in Management for the retiring officer. 
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II. RESEARCH PROCEDURE 

A. QUESTIOlmAIRE DESIGN 

A questionnaire (Appendix A) was developed to test the opinions of 

prospective employers concerning the employability of retiring Naval 

officers in their organizations. In the development of the questionna ~ re, 

cons i derab 1 e effort was directed toward designing a short form. The ad­

visability of this course was supported during the test and evaluation 

segment of the design period. Dut~ing this time, the entire package wa~; 

presented to the local personnel represertatives of several prominent 

firms representing different industries. Response indicated that the 

1 anger the ques ti onnai re, the 1 m'le r the ~robabil i ty that the recipient 

even read it, much less answer it. 

For the questionnaire package, the resume of a typical retired Naval 

officer proved difficult to design. It v!ill be noted that the billets 

indicated are those filled by surface officers, aviators, or supply 

officers. Since these three communities are the largest, it was felt 

that the maximum number of average situations could be covered by men­

tioning some billets that these officers might normally be assigned. The 

goal was to provide the respondent with a general understanding of the 

level of responsibility and management experience gained by an officer 

during the course of his career. 

A copy of the curriculum indicating the various available sub­

specialty areas was also included to provide the respondent with an appre­

ciation for the diversity afforded the student and to assist in the 

evaluation of the curriculum itself. In addition, it was felt that this 
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information ~auld provide additional insight for the respondent to make 

a judgment r2garding the academic qualifications an officer would have to 

build on in tours following that at the Postgraduate School. 

In addition to the major goals of the study a number of sub-goals 

were established and pertinent questions :ncluded in the questionnaire. 

These sub-goals were as follows: 

o/ 1. To determine attitudes toward ret·ired officers vis-a-vis the 
more recent college graduate in a job selection situation. 

~ 2. To uncover opinions regarding the management curriculum at the 
Nava 1 Postgraduate Schoo 1 and to :;o 1 i cit recommendations for 
possible changes. 

/ 3. To cetermine \'/h at general types of positions might be availablE. 
to the retired officer. 

4. To ~etermine if the firms employed retired officers, and if not, 
why not. 

5. To ~etermine what criteria are used in making decisions to hire 
man&gement personnel. 

6. To measure the amount of additional compensation a retired officer 
might expect by virtue of possessing a graduate degree . 

7. To ~lain some appreciation for ho\'1 many companies v10uld desire l'e­
tiring officers to submit resumes for job applications. 

The final questionnaire package consisting of: (1) an introductoD' 

letter; (2) ·a typical retired officer's resume;_ (3) Information on the 

Management Curriculum; and (4) the questionnaire itself was mailed to 

358 addressees comprised of selected business enterprises, public utility 

companies, and state and local civil service commissions. Of the business 

enterprises, the top 325 were selected from Fortune magazine, which annu­

ally lists the 500 largest corporations in the United States. The utility 

companies and civil service commissions were se 1 ected to cover res pres en-

tative geographic sections of the United States. The questionnaire was 

mailed on August 18, 1970. Replies were received until October 9, 1970. 
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B. ANALYSIS OF REPLIES 

To assist in analyzing the replies to the questionnaire a computer 

program was devised to compute percentages and compare answers. The 

first section of the program totaled the answers to each question and 

computed a percentage which represented the number of respondents making 

that particular reply. The computer was then instructed to accumulate 

and convert to a percentage the number of l~espondents who preferred thE· 

retired officer (question ·#2), had retired officers employed (question 

#5), and companies who vJanted to receive resumes (question #11). These 

aforementioned percentages were then separated into the categories of 

companies vJho had previously known of the Nava 1 Pas tgraduate Schoo 1 or 

its graduates prior to receipt of the questionnaire, and those who had 

not knovm of the school. The program then listed the respondents who pre­

ferred reti1·ed officers (question #2 ), the salary offered, value of tlw 

M.S. degree, and if the respondent \"'ished to receive resumes from retil~ed 

graduates. 

The next segment of the program computed the percentages of resron·· 

dents who had retired officers employed and still wished to receive 

resumes. Also, this section gave the percentage who. had no retired 

officers employed and who now desired resumes. The next answer gave the 

percentage of the respondents who preferred retired officers or had no 

preference and the salary ranges that were offered. 

The final segment of the program computed the percentage of respon­

dents who i~dicated that they preferred the younger student, had internal 

promotion policies, and were primarily concerned with work experience as 

opposed to educational experience coupled with management experience of 

another typ2, such as that possessed by a retired military officer. 
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II I. DISCUSSION 

A. GENERAL RESPONSE TO QUESTIONNAIRE 

Of the 358 questionnaires mailed, 136 were returned. Of the total 

returned, 113 were usable. There were 17 anonymous replies. Several 

respondents did not answer the questionn~ire, but returned letter replies 

instead. Jl.lthough these were not statistically useful, the informatio.l 

contained ~rovided considerable insight into the company's policies. 

The following summarizes replies to each question: 

l. Previous knowledge of NPS? Yes - 37.2% 
No - 61.9 

2. P re f e r ret i red graduate of NPS? 13.3 
Prefer younger student with similar degree 50.4 
No preference 33.6 

3. No suggestions for improving Management curriculum 83 
Add marketing courses 15 
Add behavioral courses 2 

4. There is an indication that opportunities lie 
in staff and administrative areas. 

5. Retired officers currently employed 

6. Primary reason for not hiring retired officers: 

Yes - 84.1 
No - 15.9 

Age 2.7 
Lack civilian business experience 12.4 
Internal promotion policies 20.4 
Other 7.1 
No answer 57.4 

7. Considerations for evaluating prospects: 
Work experience only 
Primarily work experience 
Work and education equally 
Primarily educational level 
Education only 
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8. Should retired officer receive less salary 
due to retirement income? Yes 3.5% 

9. Salary range indicated: 

No - 94.7 
No answer - l .8 

$ 5- $ 7,000 0.0 
7 - 9,000 0.9 
9 - 12,000 15.9 

12 - 15,000 42.5 
15 - 20,000 24.8 

greater thJn 20,000 3.5 
no answer 12.4 

10. Portion of salary attributable to 
Master's degree: 

None 16.8 
$1 ,000 l 7. 7 
. 2 ,000 '27. 4 

3,000 18.6 
4,000 l .8 
5,000 l .8 

greater than 5,000 2.7 
no answer 12.4 

11 . Desire resumes from retired gradu .rtes: 

12. Desire brief abstract of results of 
stuc'y: 

Yes - 60.2 
No - 31 

No answer - 8.8 

Yes - 65.5 
No - 31 

No answer - 3.5 

B. SALARY AND THE VALUE OF THE M.S. DEGREE IN MANAGEMENT 

The most positive answer given by the respondents was the answer to 

question #8. More than 94% of the respondents stated that the retired 

officer should not receive less compensation than another executive fill-

ing a similar position. However, the salary range indicated in the 

answers to question #9 did not always confirm this positive st~nd. There 

were 3.5% who thought that retired officers should receive less compensa­

tion than another employee filling a similar position, but the majority 

of these respondents state that this difference in salary vJas due to 
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lack of business experience rather than retirement income. The respond-

i ng official from the National Lead Compuny stated, hovJever, that it 

often occurs that a retired officer will be offered less due to retire-

ment income. 

With re-gard to salary offered, the m<tjority of the responses (42.5%) 

fell into t :1e $12,000-15,000 range. The lowest salary replies were 

received fr)m insurance compan ies, texti1e manufactures, and retail 

marketing firms. The follmving four companies indicated that they mig1t 

offer a salary of greater than $20,000: Getty Oil, IBM, Inland Steel, 

and Litton Industries. Detailed salary l'esponse informati on is shown in 

Appendix B. 

That portion of the salary that could be attributed to the M.S. 

degree in M:tnagement from the Naval Pos t~Jraduate School averaged $2 ,001). 

Of the responden ts,l6.8% replied that the M.S. degree did not account 

for any part of the salary range. Je\vel Companies, Incorporated gave the 

following reasons for not placing a dollar value on the Master•s degre ·~: 

11 While possession of a Master•s Degree in Management enhances 
the applicant•s attractiveness, the key factors are the in­
dividual•s technical competence, his ability to administer, 
work with, and relate to peop le. Assuming the job in question 
was at·a relatively hi gh level, having a Master•s Degree plays 
only a minor part in the consideration... · 

Another company which placed a very low value on the t~aster•s degree 

was the Pacific Gas and Electric Company. This company indicated a 

sa 1 a ry range of $9 ,000-l 2 ,000 and made the following comment in a 

covering letter: 

11 As \'-/e have indicated in your questionnaire, we do employ re­
tired military officers and \'Je certainly would be interested 
in interviewing those who would like to find a second career 
in the utility industry. I do want to emphasize, however, 
that my company is primarily interested in those officers 
who are willing to enter an entry-1 eve l management position, 
since most of our vacancies are at this level. We have been 
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very successful in the past in develo ping our own mana ge rial 
talent to assume higher level positions with the company. 
Only occasionally do we look outside for candidates who can 
fill hi~1her level positions." 

As a general comment concerning the hiring of individuals holding 

graduate de~)rees, the United States Steel Corporation stated: 

"Our ne1~d for men with Master•s degrees in Management or business 
adminis ~ration is minimal. That is, we recruit only three to six 
a year as against hundreds of management trainees with bachelor•s 
degrees only. We have found it diffi:ult to meet the aspirations 
and expr ~ ctations of a top-fli ght ~lBA, to absorb him ir1to the 
organi za ti on structure, or to meet his s ta rti ng sa 1 a ry demands, 
within our scheme of things." 

C. ATTITUDES TOWARD RETIRED GRADUATES 

In response to question number two, roughly half (50.4%) of the 

respondents indicated a preference for the younger graduate, and 13.3% 

showed a pn~fe renee for the retired officer, v.rh il e the remaining 33.6% 

1 eft the question unanswered or wrote in "no preference" or words to tr at 

effect. The inference drawn from this response was that a potential 

employer would prefer to take a younger man and train him in his compary•s 

policies rather than retrain a 45 year old man. The New York State 

Department of Civil Service stated:: 

"For most positions requiring only a degree , preference \vould 
probably be given to the student just receiving such a degree. 
Our experience indicates that the older candidate does notre­
late aswell to an internship-type of situation as do younger 
people." 

The foregoing statement by Pacific Gas and Electric Comapny brought 

out an important problem facing the retired officer. Of all the respon­

dents, 50.4% checked that they prefer the younger student over the 

retired officer in a hiring situation. The younger student would accept 

an entry-level position and the salary attached to that position. The 

retired officer normally expects mm~e salary and more responsibility. 

Carrier Air Conditioning Company stated that th ey do not normally hire 
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retired officers because 11 they are unwi ll·i ng to step down from either 

salary or command levels and attitudes ... Genesco Incorporated stated 

that they were flooded with 25 year old M.B.A's and would not offer a 

retired officer graduate a position in their firm. From the attitude of 

these respondents, it was apparent that the companies could procure the 

same educational level in a younger candidate for less salary. The 

Kelsey-Hayes Corpor·ation put it this vJay: 

11 The Master's Degree is more useful to the beginner in telling 
us what his potential may be. The older man has extensive 
experierce on which we rely to make our evaluation. The Master's 
Degree then isn't so much rewardable per se~ but rather opens 
doors that m1ght not otherwise open. 11 

Despite apparent preference for the young2r man, however, in answer to 

question nunher five, 84.1% indicated that they had retired officer 

personnel ct·rrently employed. This sugge;ted the possibility that if 

indeed then· vJas a 11 policy 11 .regardi ng the age of new employees) the re-

tired officE:r could muster sufficiently impressive credentials to a.llov.' 

relaxation c1f this policy. A major difficulty in determining the corrE!Ct 

evaluation of these data v1as that the management level at which these 

retired officers were hired was unknown. 

In answer to question number six concerning reasons for not hiring 

retired officers, 50% of the respondents indicated that the major reason 

for not doing so was because of internal promotion polici~s. Many of the 

returned questionnaires had comments written beside the question con-

cerning the importance they attached to their long standing policies of 

promotion from within and the beneficial effects such policies were 

presumed to have had on the morale of their junior management employees. 

Another 25% of these respondents indicated that lack of civilian business 

experience was the primary impedi ment to their hiring retired officer·s. 
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This was particularly true of merchandising companies and those companies 

whose lines of business were highly specialized. 

In making a decision to hire, more th~n half (57.5%) of the respon­

dents shovJed that both work experience and education a 1 level were 

considered about equally. This indicated that a careful evaluation of 

the potential employees total background would have to be considered 

before any lliring decision vJas made. In addition, 34.5% answered that 

they were concerned pri madly vJi th work experience in making their hi r·· n g 

decision. It was of interest to note thct all of those who had answen!d 

that lack of civilian experience was the primary reason for not hiring 

retired off·i cers res ponded in this manner'. 

Respondr~nts indicated that the retirEd officer \•Jas sui ted for many 

and varied positions. The most frequently mentioned were in the areas 

of staff assistant, administration, and financial management. From th1~ 

general answers to question number four, it was not possible to determine 

the level of the administrative or financial position that would be 

offered. Some respondents were addesssing higher or middle management 

positions and others were assuming that the retired officer was suited 

only for in"tern-type management training. The defense oriented industries 

stated that the retired officer would be most suited for contract admin­

istration and marketing type positions. These industries would be 

interested in the retired officer for his experience in military 

procurement. 

Most of the respondents (60.4%) would like to receive resumes from 

retired graduates of the Naval Postgraduate School. In this time of 

relatively high unemployment, this figure seemed encouraging. Many of 

these firms still showed a preference for the younger student, even 
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though they indicated a desire to receive resumes. The following com-

panies desired resumes and also preferred officers to younger students: 

SALARY RANGE AND CO MPAN Y 

$9,000 - $12,000 $12,000 - $15,000 

Hammermi ll Paper Co. Ingersoll Rand Co. 
Donnelly Corpora t ion 
City of St. Louis 
Burroughs Corpor~tion 
Foremost Foods 

$15,000 - $20,000 

Addressograph Multigraph 
Bell Aerospace 
Consolidate Freightways 
Alcan Aluminum 

D. RECOMM EIJDE D CHANGES TO THE I~ANAGEMENT CURRI CULU~1 

Seventy··one respondents had no recomm;ndati ons to improve the mana~e-

ment curriculum. Many of these companies made generally praisewofthy 

comments about the course content and length of the program. One respc.n-

dent commen ted that the length of the prJgram did not appear adequate: 

"MBA programs from the top schools will often be a two year (six 
quarter) program. This is very important for non-business under­
graduates . Your program \voul d seem to be a minimum length." 

The lack of sales or marketing courses was the prime complaint of the 

majority of those respondents \vho had some criticism of the program. lt 

was felt that the reasons for this were fairly obvious and that sal es 

and marketing were not generally applicable to the military sector, but 

it was equally obvious that the absence of these courses reflected 

g~eatly on the answers received. Pet Foods Incorporated said: 

"One or t\<JO graduate level coul~ses in marketing would be most 
desirable for the business environment, as marketing and sales 
is the 1 name of the game 1 in the business world." 

The National Lead Company questioned the methods of instruction and the 

course presentation methods. This type of question might be asked to 

any institution of higher learning and depends mostly on the caliber and 

ability of the faculty. On the whole, however, the respondents generally 

felt the curri cul urn was excellent and they had very fe\v recommendations 

for improvement. 
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IV. COMMENTS AND OPI N~ON S 

A. LHHTATIONS OF THE QUESTIO NN AIRE 

Several deficiencies and limitations ~o t he questionnaire are recog-

nized. For example, in question number one, vJhere 60% of the respondents 

indicated that they had no prior knowl edg<! of the existence of the 

Postgraduate School, there was no \vay to assess the degree to V!hi ch they 

were impressed either by the curriculum o:· by past contact with retireci 

officers. 

Limitat ions were also imposed by the ·~equirement for brevity. This 

was particularly relevant with respect to the inability to define the 

distinctions between entry levels and middle management levels in varicus 

positions . In thi s regard, a comment offered by the Anaconda Company 

seemed pertinent: 

11 ---the answer to question two depends on the type of job for 
which we are recruiting. We wo uld prefer a recent college 
graduate for an ent1~ level position but would be looking for 
a more mature candidate for a position in middle management. 
We would not consider a re tired officer on the same par with 
a younger student. 11 

A similar limitation existed in trying to interpret the meaning of 

the salary range offered. Beca use it was not possible to assess the 

level of position a respondent had in mind, it was difficult to draw 

any meaning f ul conclusions from the salary range indicated. During the 

test and evaluation segment of the design phase of the questionnaire, 

the comp an ies intervi ewe d stated the opinion that the salary question 

would be most difficult to answer due to many imponderable variables, and, 

therefore, would be highly suspect. It was also difficult to determine 

how much mor~ might be paid to the holder of an advanced degree. 
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B. GENERAL CO MMENTS 

The economy of the United States was in a genera 11 y s 1 uggi sh con­

dition at the time this survey was conducted. In the latter two quarters 

of the precE!ding fiscal year, the Gross National Product had fallen. 

This survey was in the hands of the respondents, therefore, during the 

first quarter of fiscal year 1971, a period generally described as a 

11 technical l~ecession. 11 The national unerrployment level was about 6% 

with even h·igher percentages in some areas, and there was a general slcM­

down in the private sector of the economy. It is believed that these 

conditions influenced a large number of the respondents. Many compan ies 

stated that they did not wish to receive resumes in response to question 

number 11 and entered the comment, 11 at tbis time 11 follovJing their answE!r. 

Conditions of s~pply and demand obviously were relevant to this situat~on; 

but in this study, no attempt was made to assess their effect. 

Many ans\vers did not seem to follmv a logical pattern. Some comp a11i es 

indicated that they preferred retired officers, but did not wish to re·· 

ceive resumes. Other respondents ans\vered that they did not believe an 

officer should receive less salary due to his retirement income, but 

then proceeded to check a salary range that \vas in excess of one standard 

deviation below the mean of $12,000 to $15,000. 

Some comment must be made about the individuals who actually an­

swered the questionnaires for their companies concerning their personal 

biases and attitudes. Although only a few respondents divulged their 

personal biases for or against retired of ficers or individuals with 

advanced degrees, there were sufficient \tritten comments on the question­

naires to permit the authors to render an opinion. 
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It is generally true that higher management positions are filled by 

meeting the criteria established by top executives in the corporation, 

and these cl·iteria are not necessarily knovm by the personnel people 

doing the sere en i ng of candidates. Fu rth£~r, older personnel managers 

may react differently from younger ones. The college placement speci a 1-

ist, for example, may not respond to an older applicant because of his 

narrm'l expe1·i ence and particular ori entat·i on. 

C. FUTURE I(ESE/~RCH 

It is suggested that future research improve the techniques used in 

study as fo1lov;s: 

1. Obtain the title of the respondent to determine bias. 

2. The resume should be on a particular officer in order to permit 
mar£~ precise analysis of the replies. 

3. Det£~rmi ne the exact salary that vJ1)U l d be offered and the level 
of management that is represented by that salary. 

Additional areas which could be studied are: 

l. Question retired graduates of the Naval Postgraduate School 
rather than companies. 

2. Subrnit questionnaires to the president and personnel director 
of each firm to determine variances if any. 
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V. CONCLUSION 

The study indicates that the majority of the firms queried had no t 

previously ~nown of the Naval Postgraduate School, and that most pre­

ferred recer1t ci vi 1 ian graduates to retired offi ce1~s \'l'i th !~aster • s deg1·ees 

in Management in a hiring situation. Much of the reluctance to hire rf!­

ti red mi 1 i t<t ry officers is because of their 1 ack of ci vi 1 ian business 

expe ri en ce, but a 1 so derives from the opinion or because many ernp l oyer~> 

fee 1 that m; 1 i tary officers would not do vJe 11 in an environme nt where 

they would have to ,step down from comma nd level positions and attitude~;. 

In spite of this, it was significant that the vast majority of these 

firms did have retired officers employed. 

The study indicates that a graduate of the Nav al Postgraduate Scho,J l 

with a Master•s degree in ~~anagement has received an education that ma.1 

be \vorth about $2 ,000 more annually in s ta rti ng salary upon r·eti rement. 

He might exr)ect a starting salary in the $12,000 to $15,000 range, and he 

will likely be hired for a staff or administrative position. Military 

experience in such fields as data processing, financial man agement, and 

operations research could significantly increase the amount of compens ation. 
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APPENDIX A 

QUESTIONNAIRE PACKAGE 

/'.!Agust 1/, 19/0 

He are \Witing to you as part of a s Lrv2y of sele cV!d members of u~e 
business cor ml'Jnity, state and local govt~rnme n t '; to n :e asure~ assess~. and 
detG(i irine a·.;titudes and opinions yo~! lilu.J'' hold concernir: J th e qua. li f ic cr ·­
ti ons of gr; ;duates of· the U. S. Nava 1 Postgraduate Schoo 1. 

Briefl y, the Naval Postgraduate School was established in 1909 to 
pro vi de off" cers of the armed services, ~ri nci pa lly Navy and Marine Ca l'PS, 
with g radu a-~e educatio:-1. The school is fully accredited by the Associtt­
tion of t·Jes ·:ern Colle ges and Universities. Upon completion of the des·­
ignated curriculum the Master of Science or Ph. D. degree is awarded. 
Ar·e as of st1Jdy include r·1athematics, Ope rctions P.na lysi s, Engineering, ~he 
Physicul Scie nces, and l"anagement. It i~ primarily \'rit h the lat ter th.1t 
this survey is concerned. A co ry of the Management cu rricu lum indicat~ng 
the various optional specialization areas is enclosed for your perusal. 
Also enclosed is a questionnaire \·Jh·ic h ~'-'E" hor'e yo u \'Jill comp.lete a11d 
return at your earliest convenience. 

With reqard to the questionnaire, it is reccgnizcd that many sub­
jective jud~Jme nts are called for, and in many cases, it wi ll be d-ifficult 
to render an accurate answer. Nonetheless~ .\·te r eques t that you make a:; 
discriminat ing an estimate as possible. More specific in fo rmation is 
included in the questionnaire itself. If you wish to ans\'/er the question­
na~ re without i denti fyi ng your company, just omit the company ncme fro111 
the top of.the questionnaire. 

For yout infor·mation, the results gathel'(?d from this survey \>Jill be 
used as the basis fol' fur·the r a cadem·i c ·i nvcs t i got ion. If the eventua 1 
outcome pro'/es as revea 1 i ng as v!e hope~ ·1 t ma.y be of even greater use to 
the Navy in p 1 onni ng offi eel' careet ra tterns. J\ccord i ngly, your co­
operation is most earnestly solicited and will be sincerely appreciated. 

Thank you ver'y much. 

Very truly yours, 

B. J. ~1cGee 
LCDR (SC) USN 

J. J. Andri 11 a 
LCDR USN 
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QUESTION NAIRE INFORMATION 

Th e f ollowing information is given to you to assist you in preparing the answers 
to the questionnaire. The typical retiring officer would have held at l east one 
of the foll ovJing positions during th e course of his career. 

RESUf~E OF TYPICAL RETIRED N/1VAL OrF I CER 

AG E: 42 to 47 ye<lrS old (Corrmander or Captain). 

ED UCATI ON: Bache-or Degree in Liberal Arts/Eng~neering/Business 
Haste1· of f·1anagement 

WORK EXPERIENCE: (Average positions in 20 to 2? years of Naval service.) 

a. En gineer· ng Officer, Destroyer mana~1 es and directs the department 
consisting of 90 personnel and an annual budget of $60,000. (LieutenJ.nt) 

b. DESFLOT (:omptroller- staff of 52 personnel, control the fiscal allot­
ments fol' 26 Destroye rs, approve procu ~'e111ent and emergency materia 1 
requi remc:nts to rna i nta in peak opera t i o11a 1 readiness. (Lieutenant Commander ) 

c. Dat a Pro cess in g Officer- f~anages the data processing department, st:1ff 
of 63 (three sh i fts ), medium size computer) l anguages: FORTRAN IV a,ld 
COGAL. (L·ieutenant Commander/Commander) 

d. Weapons !ianager- Project ma nager responsible for funding and managing 
contract:; for a major wea pons system. Dete rmine specif ications for 
research and production; develops req •1 i rements for operations and 
ma i ntenance . ( Commander/Captain) 

e. Destroye r Command·ing Officer- Totally responsible for operat ing and 
ma i ntain ·ing a sllip with a complement of 18 officers and 275 men . 
f1 anages and directs all operat ional and administrative functions; 
exercises di rect control over all evolutions at sea, operational use 
of weapons systems, and general supervision of all fiscal matters per­
t ai ni ng to hi s ship including an annual budget of $200 ,000. (Commander ) 

f . Nav al Avi ator- Command i ng Officer of any one of severa l type squadrons, 
i.e . f ighter, attack, patrol, anti-subma rine warfare, which range in 
size from 200 to 400 officers and enli sted men. Qu alified to fly either 
app lic ab l e type of aircraft and would typically accumulate 4,500 - 5,000 
fli gh t ho urs . (Commander) 
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1~1Al~AGEI~ENT CURR I CULUr1 

DEPARH1ENTAL REQUIREI-1ENTS FOI~ THE DEGREE 
1·1ASTER OF SC IENCE I I~ 1·1!\fU\GEf.1EiH 

l. A candidate for the degree of !·~aster of ~)c i ence in l~anagement must com­
plete satisfactorily either (a) a minimum of 58 quarter hours of graduate 
level course \vork or (b) a minimum of 50 qua r ter hours of graduate level 
course work and a t11es is. 

2. Core courS(' requ i rernents at the graduate level must be successfully 
completed or Vi. ! l ida ted by advanced credit in eacl1 of the fo ll ovti ng areas: 

Behavioral Sciences, 
Data Proce~.sing, 
Economi cs , 
Financi al llanagement and Accounting, 
Management Policy, 
1·1a teri a l r~anagement ' 
Operations Research, 
Stat i stics, and 
Systems An;1l ys is. 

3. In addition to the core requirements, ea:f1 candidate must complete an 
approved elective sequence, comprising either (a) a minimum of 12 quarter 
hours of graduate level course work or (b) a minimum of 4 quarter hours of 
graduate l evel course work and a thesis pertinent of the area of the elective 
sequence . 

OBJ ECTIVE AND DESCRIPTION 

Objective.- To provide officers with increased education in management 
which will imp rove their capabilities for organizing , planning, directing~ 
coordinating and controlling activities in \vhich the resources of men, 
money, and materials are combined to accomplish havy objectives. 

Description - The curriculum is of twelve months duration at the graduate 
level commencing in January or July. All officers, regardless of designator, 
are required to participate in ti1e 11 Core 11 courses. These courses provide the 
found at ion and tools of management and l ead into the electives, which permit 
limited specialization in fields of interest to sponsoring bureaus and agencies. 

Classroom ins truct ion is supplemented by a guest lecturer series v1hich 
affords the officer an opportunity to hear discussions of management topics 
by senior military officers, business executives, and prominent educators. 
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MANAGEMENT CURRICULUM 

Required Courses 

Individual Behavior 

Title 
CURR I CULllf·1 

Group and Organizational Behavior 

Computers and Data Processing 

Macro-Economic Theory 
f1i era-Economic Theory 

Financial Accounting 
Managerial Accounting 

Management Policy 

Resource Management for Defense 

Operations Analysis for Management 

Mathematics for Management 
11anagernent Statistics 

Systems Analysis 

Elective Courses 

Personoel Management and Labor Relations 
Seminar in Behavioral Science 
Seminar in Organization Theory and r1anagement 

Practice 

Economic Theory and t·1acro- Economic Policy 
Economic Theory and Micro-Economic Policy 
International Economic Studies 

Decision Making for Financial Management 
Controllership 

Procurement and Contract Administration 

Management Information Systems 
Business Data Processing 
Quantitative Decision Techniques 

Directed Study 
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Hours 

4-0 
4-0 

3-0 

4-0 
4-0 

4-0 
4-0 

4-0 

4-0 

4-0 

5-0 
5-0 

4-0 

4-0 
4-0 
4-0 

4-0 
4-0 
4-0 

4-0 
4-0 

4-0 

4-0 
4-0 
4-0 

4-0 





l~ANAGEf.iENT CURRI CULUi~ 

Elective Options 

Title 

1. Personnel Administration 

Personnel Management and Labor Relations 
Seminar in Behavioral Science 
Seminar in Organization Theory and 

Management Practice 

2. Economics 

International Economic Studies 
Economic Th eory and t~ac roeconomi c Po 1 icy 
Economic Theory and Microeconomic Policy 

3. Financial f·lanagement 

Mana~jement Information Systems 
Decision Making for Financial Management 
Controlle-rship 

4. Material Nanaqement 

Procurement and Contract Administration 
Economic Theory and t·1acroeconomi c Po 1 icy 
Economic Theory and r··1i c roeconorni c Po l·i cy 

or 
Decision Making for Fin ancia l Management 
Controllership 

5. Quantitative Analysis 

Management Information Systems 
Business Data Processing 
Quantitative Decision Techniques 

Hours 

4-0 
4-0 
4-0 

12- 0 

4-0 
4-0 
4-0 

"12-0 

4-0 
4-0 
4-0 

12-0 

4-0 
4-0 
4-0 

4-0 
4-0 

"12-0 

4-0 
4-0 
4-0 

12-o 

An additional elective course in the Management area is: 

Directed Study 4-0 
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QUESTIONNAIRE 

COMPANY NAME DATE ------------------------------------------- --------------

1. Have you ha .j any previous knm·1ledge of the Naval Postgraduate School or its 
graduates prior to receiving this questionnaire? Yes No 

2. Would your comoany prefer a retired officer with an MS degree in Man agement 
from the Naval Postgraduate School or a student ri9ht out of college with 

3. 

an eq ui vel ant degree? retired officer ____,Younge r student 

After lookin g at the curriculum for a degree in management (attached), \vhat 
courses or .1reas of man ageme nt \vould you sugqest to make the retil~ed officer 
more acceptdb l e fol' emn l oyment in your company? 

(ple ase soecify) ----------------------------------------------------------

4. \o!hat type o·" position do you feel that an officer with a degree in r~:anagement 
from the Na•tal Postgraduate School ·is best suited? (refer to the curriculum) 

(pleas e soeci fy) ------------------------------------------------------------

5. Does your f i rm have retired officer personnel employed at the present time? 

Yes No 

6. If your comp any does not hire retired officer Personnel, the primary reason ·is: 
(check one answer ) 

__ age of the retired officer 

__ lack of civilian business experience 

· __ too old for company retirement plan 

__ internal oromotion policies 

other (pl ease speci~)-------------~------------------------------~ 

7. In making the decision to hire, would your compa~v be more concerned with the 
educational level or work experience of the officer? --(check one ansvJer) 

a. work experience only 

b. orimarily work experience 

c. work and education considered equally 

d. primarily educational level 

e. educational level only 
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8. Do you thin~ a retired officer should receive less salary than another 
executive filling a similar position because of his retirement income? 

Yes No 

9. If you received the attached resume, \vhat salary range would you offer 
providing that you nad a position open? 

$5,000 to $7,000 
$7,000 to $9,000 

$9,000 to $12,000 

__ $12 ,000 to $15,000 

__ $15,00Q to $20,000 

__ greater than $20,000 

10. Of the salary range indicated above, \·Jhat portion is attributable to U·e 
applicants possession of a Masters' Degrfe in Management? (check one ~nswer) 

None 

__ $1 ,000 

__ $2 ,000 

_$3,000 

__ $4 ,000 

__ $5 ,000 

__ greater than $5,000 

11. Waul d you 1 ike to have graduates of the !-lava 1 Postgraduate Schoo 1 submit 
resumes to your company upon retirement? 

Yes No 

12. Do you desire a brief abstract of the results of this study mailed to you 
upon completion? 

Yes No 
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APPENDIX B 

COMPANY AND SALARY INFOR~lATION 

PART l -- CO~PAN IES WHO DESIRE RESU ME S 

Sc:.lary Range Value of Degree 
Company Name lli1 thousands } {in thousandsL 

1. A. E. Stal ey Manufacturing Compa ny 12 to 15 2 

2. Addressograph Multigraph 15 to 20 2 

3. Alcan Al uminum 15 to·20 2 

4. Allstate Insurance 7 to 9 none 

50 American Enka Corporati on 12 to 15 3 

6. American Optical Corpora tion 15 to 20 2 

7. Andaconda Company 15 to 20 none 

8. An heuser-Busch Incorporated 12 to 15 2 

9 0 Archer Danie ls t~idl and Comp any 12 to 15 

10 0 Armco Steel Corporatio n 12 to 15 2 

11. Armour-Dial Incorporated 15 to 20 

12 0 Beech Aircraft Corporation 9 to 12 

13 0 Bell Aerospace Company 15 to 20 2 

14 0 Bendix Corporation 12 to 15 2 

15 0 Bethlehem Steel Corporation 

16. Burroughs Corporation 12 to 15 2 

17 0 City of Dallas 12 to 15 3 

18. City of St. Louis 12 to 15 2 

19 0 Comsat Corporation 15 to 20 5 

20 0 Consolidated Frei ghtways 15 to 20 3 

21. Control Data Corpo ration 12 to 15 
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Company Name 

22. Deere and Company 

23. E. I. Du Pont and Company 

Salary Range 
(in thous ands) 

15 to 20 

12 to 15 

24. E. R. ~;qui bb and Sons, Incorporated 12 to 15 

25. Fires tone Tire and Rubber Company 12 to 15 

26. Foremost Foods Company 12 to 15 

27. Genera1 Foods Corporation 12 to 15 

28. Genera ~ Telephone Company of Florida 12 to 15 

29. General Telephone Company of Midwest 9 to 12 

30. Genera1 Telephone Company of Northwest 

31 . Getty Oil Company 

~32. Gulf 0:1 Company 

33. Hammerni ll ·Paper Company 

34. HoneyvJE! ll Incorporated 

~35. I.B.M. Corporation 

36. Ingersol-Rand Company 

37. Jewel Companies 

38. Kaiser Industries 

39. Kellog Companies 

40. Lear Siegler, Incorporated 

41 . Levi Strauss and Company 

42. Litton Systems Incorporated 

43. Mead Corporation 

44. Miles Laboratories Incorporated 

45. Motorola Incorporated 

46. Northrop Corporation 

47. Oscar 1 ~1ayer and Company 

29 

greater than 20 

9 to 12 

9 to 12 

greater· than 20 

12 to 15 

12 to 15 

12 to 15 

12 to 15 

greater than 20 

15 to 20 

12 to 15 

15 to 20 

12 to 15 

15 to 20 

Val ue of Degree 
(in thousandsj_ 

none 

3 

2 

3 

none 

greate r than 5 

none 

3 

3 

3 

none 

none 

2 

3 





Salary Range Va lue of Degree 
ComQany Name (in thousands) (in thou sands L 

48. R. R. Donelley and Sons 12 to 15 5 

49. Rand Corpo ration 15 to 20 3 

50. Reynolds !~eta 1 s 

51. Samsonite Co rporation 9 to 12 2 

52. Smith 1~1 i ne and French 15 to 20 3 

53. St. Re!Jis Paper Compa ny 12 to 15 

54. State Farm Insurance 9 to 12 2 

55. State of California 9 to 12 1. 

56. State of New York 12 to 15 2 

57. State of Oregon 15 to 20 none 

58. State of Pennsylvania 12 to 15 5 

59. State of \~isconsin 12 to 15 2 

60. Sundst rand Corporation 12 to 15 

61. Sybron Corporation 15 to 20 3 

62. T I R. H. Incorporated 15 to 20 2 

G3. Texas Instruments 12 to 15 3 

64. u. s. t~. Corporation 12 to 15 2 

PART 2 -- COMPANIES WHO DO NOT DESIRE RESUMES 

l. Aluminum Company of America 15 to 20 4 

2. American Cyanamid Company 

3. American Oil Comp any 12 to 15 2 

4. Campbell Soup Comp any 

5. Carrier Air Conditioning 12 to 15 none 

6. Celanese Corporat ion 

7. Chesapeake & Potomac Telephone Co. 9 to 12 none 

30 





Company Name 

8. Cotton Producers Association 

9. Dun and Bradstreet 

10. Ex-Cell-O Corporation 

11 . Federa 1 ~1ogul 

12. Genera 1 Dynamics 

-13. Genera 1 Motors 

14. Genesco Incorporated 

15. H. J. Heinz Company 

16. Hewlett-Packard Corporation 

17. Inland Steel Company 

18. Interlake Incorporated 

19. Kelly-Springfield Tire Company 

20. Ke 1 sey-Hayes Company 

21. Kerr McGee Corporation 

22. Kimberly-Clark Corporation 

23. McDonnell Douglas 

24. National Lead Company 

25. New England Telephone 

26. Pacific Gas and Electric Company 

27. Pacific Telephone Company 

28. Pet Incorporated 

29. Phillips Petroleum 

30. State of Maryland 

31. State of North Carolina 

32. State of Utah 

33. Swift and Company 

31 

Sa.l a ry Range 
(in thousands) 

9 to 12 

15 to 20 

12 to 15 

12 to 15 

12 to 15 

9 to 12 

15 to 20 

15 to 20 

greater than 20 

12 to 15 

15 to 20 

12 to 15 

12 to 15 

12 to 15 

15 to 20 

12 to 15 

9 to 12 

12 to 15 

12 to 15 

9 to 12 

9 to 12 

Value of Degree 
(in thousands L 

none 

3 

none 

3 

2 

none 

2 

3 

2 

none 

2 

none 

2 

5 

none 

2 





Compa~y Name 

34. U. S. Plywood-Champion Papers 

35. Union Carbide Corporation 

36. W. T. Grant Company 

37. Whirlpool Corporation 

Sa 1 ary Range 
(in thousands) 

12 to 15 

9 to 12 

15 to 20 

Va 1 ue of Deg ~ee 
(in thousands_L 

4 

none 

NOTE: There were 12 anonymous responses that were not included in 
this 1 is t. 
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